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6 August 1964 


TO: Mr. Baird 


I have read the Program for the Establishment of a 
Career Corps in the CIA and I am amazed at how we have 
come full circle from 1951 to 1964. It is so similar and even 
in some details, identical, with the Midcareer Training 
Program of 1964, that it makes you wonder. The Professional 
Trainee and Career Corps of 1951 are now, in 1964, the Junior 
Officer Trainee and the Midcareer Training Program, respectively. 

The Retirement Bill now pending in Congress seems to have 
started back in 1951 (page 69). 

I would like to discuss this with you at your convenience 
anytime after I return on Tuesday, 11 August. 



J 


E.^/w^ 
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Note that in Jul y 19 51 this proposal was approved in principle 
"by the DCX and the D/Pers . The Career Corps concept was 
approved. 

Think where we'd be today if we'd gone ahead then .' 

What happened? 
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2 h July J9SL 


MEMORANDUM FOR* The Director, CIA 
t Assistant Direst or 

SUBJECT * Proposal for the Establishment of a 

Career Corps 


_ _ , lo ,„J a hair * slewed this proposal submitted to you 
3 July 1951 by the Director of Training and have discussed 
the plan, in general, with hi* 0 


to There is considerable detail on the plan that will 
re quire the most closely defined coord ination between Per- 
scrniel ana Training out, I am confident that this pan be 
wcncefl out between the two offices without any difficulty 0 

3o Also, the Carser Management Program, covered by 
Appendix I, is an essential element of the overall plan but 

®ore developmental study which I am sure can be acecm=> 
pushed as ths initial phases of the survey get underway 
Because the Agency is generally understaffed now and in 
ordar to gain the essential cooperation of the Aseistant 
Directors, I euggeet that rotation of the present Agency 
employees selected for the Career Corps be delayed until 
operating offices are nearer to their table of organise 
tion goals o 


4o I am in heartv accord with the proposal. -s uMmet 
tte above minor qualifications in timing, and reoommcnd 
that you approve the plan in principle 0 


M F ° Trubee Davison 
F 0 TKUBEE DAVISON 

1st Indorsement 

1 nan* «amw acs* 

TO s General Davison 


lo I do so approve o 


fa/ W Q Bo So 


ii 
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You should read this page. 

NOTE; 

1. Not only importance of young new employees in Career 
Corps concept hut al so concept of internal selection - just 
where we are today! ~ 

2. 1951 recognition of Agency- wide Career Management 
Program. 

3. The DTR's admission that the O/Pers should carry the 
hall and his offer of wholehearted support. 
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MEMORANDUM K#f;s 
PROM g 

SUBJECT s 


Diroe tor of Control Intelligence 3 July 3$*£l 

Direstor of Training 

A Propoaol to Establish and Implement a 
Coroor Corps? Program in CIA 


lo Mince its inception six months ago today B the Office of Training,, 
in compliance with your verbal instructions# has given priority to planning 
for the ea -^blishment of a Career Corps 0 The formlation of a plan for 
so vital an Ageaey«*id® program norite more than a aiz^aonths att mM by 
ny limited staff 0 However# the resent nows release on the Agency Career 
Corps Program lapels ns to submit herewith the plan as now developed# 
with probable imperfections which a later submission might have e liadaat edo 


2,, '.'he plan rests upon two basic assumptions 8 

ht iJut JuJLam 

jio Ultimately the quality of cur personnel will depend upon 
fci?hlr selective recruitment at the Junior level# but the Gpffr 
Corps itself could not and should not be recruited from WltsMt 
tht A&ency# but rather should be selected from those employees 
who have demonstrated their ability through a period of service 
in tho Agency a 


bo A program for a Career Corps# to be successful# mat 
integ 2 *s,i@d with a career management program for the Agency 0 




Distrib a tiling 
Addressee 
DBCI 
DBA 
DDP 

I&SO 
Perse 
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As a corollary to &8suss>tion (b) there ia also submitted herewith the 
propose! pjan of Agency-wide Career Management# into which the Career 
Corps program must itself be integrated,, 

3o Career Management and many phases of the Career Corps proposal 
are pro per] y tho responsibility of Personnel,, If this plan is approved 
in wfaola or in part# I reconmend that the Director of Personnel be mad® 
responsible for implementing those portions of the plan that are 
proper ! j ftinctlons of his Office, He will# of course# have the wholes 
hearted support of the Office of Training a 

4o I cannot emphasis© too strongly that a sic s qua nm to the 
success fful execution of a plan of this type is the unqualified support 
of the Dimeter of Central Intelligence and his Assistant Directors,, 

Our study of the subject indicates that Personnel and Management hav& 
advanced str&Xar proposals for career development in the past but that 
former Dimeters failed to give them Implementing support,. 


ii 

II 
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GLOSSAHI 

Certain torsos used in & restricted or unusual way are 

defined below: 

Applicant =» A young s saw tar woman who wishes 

to become a professional trainee^ 
and eventually a careerist e and 
has bean recommended by a contact 
or Personnel Procureisento 

Basic Training - A course in general intelligence 

at the CIA levels together with 
language and other instruction^ 
designed to prepare & professional 
trainee for work in CXA 0 

Candidate ® An employee of two years standing 

who wishes to enter ti» Career 
Corps o 

Career Corps <= Employees who have been soleete-". 

for rotation and training in 
preparation for positions of 
great responsibility^ and thos® 
who hold such posit Iona o 

C&reer Management <=> The progx*®Bi of selection of 

Progress careerists* and their subsequent 

training and advancement o 

CIA Intelligent® - The school offering .intelligence* 

School eoureea^ from Basis 'Training b@ 

the National Intelligence Course « 

Contact => A consultant, in an educational 

institution who guides and reecramenda 
applicants o Contaetn will b© establish® 
ad in the separation centers of tfer- 
Arned Forces for the tsars® purp©3®o 

Generalist <=> A member of the eareor corps whoa© 

aptitudes and interests justify 
extensive training and rotation in 
and out of the Agency „ to prepare 
him for Agency»wide jobs and otcer 
positions of great r@sponelblli$yo 



Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 


I 


I 


Approved For Release 2003/02/27&$$Sf*DP93-00791R000100100001-9 




National Intelli- 
gence Course 


A final course for careerists^ 
devoted primarily to research in 
seminars on actual intelligence 
problems o 


i.Yofessional Trainee 


~ A young man or woman of high 
potential^ selected for Basis 
Training and placement in CIA: 


Specialist 


A member of the Career Corps whose 
excellence in a particular field 
or office indicates that his 
training and rotation should be 
directed toward improving his 
worfe in his specialty^ 


'.’raining Slot 


A T/O position established above 
the normal T/0 of an Office^, 
designed to facilitate initial 
placement of professional trainees 
and rotation of careerists „ 


■vii 
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The intention of establishing a Career Corps within the 
CIA was succinctly stated by General Smith as follows s 


"I am trying to build up a corps of well qualified men 
here who are interested in making a career with the 
Central Intelligence Agency* To effect thia 9 I recent- 
ly established a training section which functions - as 
much as I dislike the term - as a sort of career manage^ 
amt office^ * 

¥alter Bedell Smith 
To Hon* John McClcy 
17 March 1951 


The Office of Training has studied tho problem of es® 
tablishing a Career Corps from various angles* and has 
consulted experts in career management outside the Agency* 
an wall as experienced executives within the Agency* 

The problem involves recruitment of extremely able 
young men and women from outside the Agency g selection as X 
civreeriets of the roost able people already in the Agency* 
and improvement of the value of members of the Career Corps, 
to the Agency by training^ rotation and other experiences^ 

A system of career benefits and security must be established 
for careerists* The recommendations made in this report 
au-e centered around annual evaluation intended to uncover 
the moot able people available* 

Only people with at least t wo years of servic e in the ^ 
Ag ency are fiere^considerec. eXigffi>Te to 'feco'me~E^e*orlB tg u 

Certain problems are closely eonnacted with the natters 
discussed here* but have been given only passing attention 
at. this time* because they are fjubsidiary to the main problem 
Ott© is the establishment of career benefits and security 
(Appendix R) c Another is the proper use of military personnel 
on duty with the Agency* not only from the point of view of 
their ma-rimim utilisation by us* but also of their own 
professional improvement (Appendis Q)o 


x 
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'Phe problem In 1951 is the same as the problem in 1964. 

NOTE; That what became the Junior Trainee was recommended in 
1951 as the Professional Trainee. 

Specialist vs/and Generalist 

That College Consultants Program was recommended by 
ETR. 
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T HE PROBL EM 


Ao To devise a plan to selest, sxrcruit, and train young mm 

and women of great promise, and to plaeo thorn in the Agency 
where they will be of the greatest ua« 0 


Be 


To devise a me tiled of identifying those employees of the 
Agency who have the highest potential for further develop- 
ment j to train and rotate them within and outside the Agency 
in such a way that they will develop the greatest useful- 
neae to the Agency} and to place them in the roost impor- 
tant positions o 


X 


C a To provide the training naoessary to implement A and Bo 
B.j To coordinate A, B and Co 


DISCUSSXOK 


-’he problem is discussed under the headings? 

•£» Criteria for Select! on of Professional Trainee® „ 

Minimum qualitative SHtsria are astaBHaSeofln 
terms of education*, leadership*, personality and 
health fl Specific criteria are established on the 
basis of the present needs of the Agency,, in terms f 

of education s specialisation, research and experience „ 

Hacruitaa nt of Professional Trainees,-, Recruitment on 
the basis of the generaland specific criteria should 
bring into the Agency a continuous flow of young men 
and women,, of whom many will prove to be able specialists 
and a few will eventually develop into generalists capable 
of filling high executive positions <. 


X 


25X1 


ids. 


tiwtm 
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Note 1951 recognition of: value of assessment, basic training, 
performance evaluation, placement. 

In 1951 ve also recognized the need of training slots or a 
Development Complement. We need them even more in 1964. 

I contend that what I recommended in 1951 is still sound in 1964. 
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BEST COPY 
A VAILABLE 
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I contend that vhat I recommended in 1951 is still sound in 1964. 
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SBCBEt 


been with the Agency a mliilfflUi of two years, and who 
are under hO (1*5 the firsl the program), 

Those who stand out will be tester,, tie other em- 
ployees in this category *Aio wish to for 

Career Corps selection,, IDach year, the best candidates 
will be selected as members of the Career Corps, which 
will consist of specialists, whose capucities and in- 
terests indicate that they are superior within tholr officio 
and should stay there, and of generalists, whose capacities 
and interests indicate that they are capable of filling 
igency-wide positions 0 



VX« Training of 

to increase — — *. 

It will consist of advanced intelligence courses $ area 
and language study $ scientific, economic and technic,' al 
study | rotation within the Agency? and travel# ail 
to be arranged in and out of the Agency by tie Office 
of Training In consultation with the Office of Personnel 
«nd the Assistant BLre<stor concerned 0 


V£I C 



the Agency as a whole, rather than to deepen hie 
specialized skill, It will consist primarily of study 
in the national Intelligence Course which is now baing 
established end other high-level SerrLe® and gcvsmeatai 
courses; an^ rotation throughout the Agency and outside 
the Agency wr The ultimata purpose of the training wilt 
be to produce a Director of Central It»tellig«nce„ 

fitters of detail are discussed in the apprndicaso 


The discussion Is expanded in the next eectiono 


RECOMMENDATIONS 

l c That you approve the report in genemu 

2< That you. authorize the Directors of Training and Personnel 
to carry out detailed implementation'. 


xiis 

iEcaae 
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Sound today. 
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DISCUSSION 


Ir SECTION CRITERIA FOR PROFESS IONAL TRAINEES 


Our problem is to sales! able and versatile you/jg 
people who will fit into several offices af the Agency r , 
and to construct a program- of train ! m and rotation 
that will develop their capabilities to «n* utmost-, 

Through the 100 Training Slots allotted to the Of fie* 
of Trainings ve will bring in annually too 500 professional 
trainees who meet the general and specifies criteria A 
professional trainee is a young man or woifsar who apoaars 
to have • great ability and promise, wishes to make* a 
career in CIA S and is receiving basic training 

A ° ^b«ral Minimum Criteria for Selecti on 

A bachelor's degree from a good institution, 
with very high standing Cfrom upper l/h to 1/10 of 
class depending on institution and other factor* # - 
^■mfcdiooro undergraduate record will be disreg asr dad 
wily if the applicant has subsequently shown brilliance 
in graduate school, in the Services, or 'in other 
fields) j skill in a language of immediate uiiliiw, 
or proven language Learning facility, dfemonst rated 
by successful stucfer of two languages, or study of 
one beyond the elementary levels evidence of leader ■ 
ship and breadth shown by participation in nwactadsad* 
pursuitsj good personality, ©specially taetj sound 
health and morals; previous military service^ or 
willingness to enter serviee at our direction; soundly 
motivated desire to m&ks a career of CIA* willingness 
to accept anonymity 0 In the ease of &n unusually 
well qualified person, exception may be made to these 
requirements c 

Bo Negative Criteria 

We do not want as professional trainees people 
with; poor academic records! excellent academic 
records and nothing els«, physical defects serious 
enough to be a handicap in overt work; more than the 
most minor emotional defects; a record of failure in 
language studfcr; unwillingness to go overseas; unsound 
motivation? 


- 1 - 

SECRET 


Approved For Release 2003/02/27 : CjlA-RDP93-00791R000100100001-9 


Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 




Approved For Release 2003/02/2^WfoDP93-00791R000100100001-9 


The Agency Hill no doubt properly continue to employ 
as specialists people who meet these nagativ® rather than 
the positive criteria* If they are successful^ they way 
be selected as careerists by the procedures described in V. 

Specific Criteria 

(Figures based on Agency needs and on infor- 
mation supplied by Assistant Directors*) 

Out of any group of 100 trainees,, there should 
be about: 

38 College graduates 

5 Engineers , with some experience in 
production 

1 Ll 0 B 6 9 a„ preferably with undergraduate 
majors in Social Sciences s Area Studies s 
or International Relatione* A few */«uus r 
should be administrators,, 

$0 PhoD 0 8 s or graduate students who have 
not completed the PhoD os .but have pro- 
gressed far enough so that they have 
actual research training and experience. 

These figures are intended only as a guide to 
selection and recruitment „ and should not be regarded 
as a Table of Organisation* A firet-rate raas must 
not be excluded because hie category is full, nor 
may_a second* rater be brought in merely to fill a 
oleic The figures should be continuously revised 
in the light of job descriptions for current vacancies* 
(A more detailed breakdown is given in Appendix A,,) 


- 2 ■ 
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Essentially what we are doing today or should be doing. 
OTR is doing what it had the authority to do. 
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Essentially -what we ere doing today or should be doing . 
O'ER is doing vhat it had the authority to do. 


.1 
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Essentially wha>. we are doing today or sboula be doing. 
OTA in doing what it had the authority to do. 
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The survivors will ba brought to hashing tea and 
interviewed and assessed with our current needs in 
mind* (Ths testing and assessment pregram is des- 
cribed in Appendix C.j 

There must be sufficient data common to all 
groups to permit comparison among them* Final selection 
from among the candidates should be made by ths Director 
of Training after consultation with the Director of 
Personnel*, who has ultimate placement responsibility.-, 
Training liaison officers from the appropriate offices 
will be consulted before employment of trainees, 

(It is possible and desirable that some men and 
women whom we would be glad to take at the bachelor^ 
level will wish to go immediately to graduate school* 
they wish to study a relevant subject,, they should 
certainly be encouraged to do so* They should not 
ba subsidised by us* since any one who is good enough 
for this program will have no difficulty in obtaining 
a fellowship or assistairtship* Others mav take their 
military training after the bachelor's degree, A 
proposed arrangement with the Avand Paras will fea 
described in Appendix D,>) 
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Obviously the 1951 basic training of professional trainees 
has been greatly expanded and refined. 
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IIIo BASIC TRAIN m3 OF PROFESSIONAL TRAINEES 

y " ' "'’whiwmwuu— m mk w ••uatwa* 


Th« purpose of basic training is to give the professional 
trainee the basic skills and knowledge necessary to an Intel 
Xigenoe officer* Under present conditions 9 with the Table 
of Organization only about half full* training must be leapt 
as short, as possible* in order that the trainees nay be 
absorbed in the Agency at the earliest possible date* 

(The entire course of basic training described below 
is at present available only to professional trainees* but 
as soon as the demands of the offices become less pressing* 
it will be offered to all new professional employees*) 

The training program must be controlled md expanded 
in such a way that instruction will always be given by 
experts who are well qualified either by experience in the 
field* or by long study of the subject,. Under no con- 
ditions will canned lectures or teaching from a manual 
bo permitted* 

A,, Basic training for profess ional trainees s al^ac^r 
in operation* 

1 > Before trainees enter on duty* they will 
have been clearly informed that they are 
not an elite corps* and that their future 
fn the Agency depends on their performance * 
Further training and preferential treatment 
will result only from selection through the 
procedures described in V* 

2o The basic course for trainees will last 

twelve weeks and will be offered three times 
in the first year beg tuning in July* October 
and March, and six times in subsequent years* 

It will be designed to give the students the 
following knowledge and skills* 

a. The fundamentals of Russian* and an 
elementary knowledge of the Soviet 
These are basic tools under present 
circumstances * Students already com- 
petent in Russian will be given otlwr 
language training* The mornings will 
be devoted to this course (Appendix E) 0 
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Obviously the 1951 basic training of professional trainees 
has been greatly expanded and refined. 
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b„ The fundamentals of intelligence \ 9 baai® 
te all offioesp but net special to 
Trainees will -leasts the place of C fA in 
the total intelligence and governmental 
structure - They will acquire such skills 
and concepts as are necessary to all in- 
telligence officers o Considerable attention 
will be given to the study of problems 0 
The curriculum will include training in 
rapid reading and comprehension, and in 
report writings designed together to speed 
the processing of documents^ and to im- 
prove the quality and clarity of writinge 
The afternoons will be devoted to this 
course „ Either during or at the end of 
this course, trainees will attend selected 
lectures in the CIA Orientation and 
Indoctrination Course 3 or its equivalent o 
(A description of the intelligence 
training is given in Appendix F«) 

3~ Throughout their training, trainees will be 
continuously evaluated by their instructors 
and other members of the Training Office ,, 
in order to determine their quality and the 
type of wort for which they are Initially 
beat suited,, Unsatisfactory trainees will 
be dismissed if a job that they cannot handle 
cannot be found (Appendix 0 ) 0 

ho At the end of their basic training;, trainees 
will be placed within the Agency , either in 
a regular or a training slot (See TV 0 } , 

Bo Proposed expansion of basic training*, to bet im- 
plemented as the Table of Organization fills and 
the demand for speedy release of personnel weakens,, 

lo Elementary area programs 5 about, three month® 
in duration (See VI, C , } . 

2a Advanced courses in Russian and other Slavonic 
and satellite languages for trainees who 
already have a basic knowledge of Russian, 
and courses in Semitic and oriental languages 
(See VI, B 0 ) 0 
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2V, INITIAL PLACEMENT OF PROFESSIONAL TRAINEES 


A „ Placement Procedure 

The trainee 5 a initial assignment is of great importance* 
not only in terms of his own development* but of the 
efficiency of the offices and the Agency as a whole o 

Every effort will be made to place the trainee in 
the most suitable position available <> His academic and 
other qualifications will be studied 8 his personality and 
aptitudes will be assessed* and his interests will be 
ascertained-, His performance in basic training will play 
an important part in the nature and level of his placement „ 

Assistant Directors and their representatives will 
be invited to interview appropriate trainees late in the 
training period * and to express interest * or lack thereof 3 
until the trainee is placed in an appropriate office and 
a suitable position;, 

Bo Training Slots 

If the criteria for selection and the process of 
recruitment were perfect* there would be no problem of 
placement,. Since they are probably not* provision should 
be made for a very few training slots in the Table of 
Organization of each Office* to be used for trainees* as 
well as for rotation of Career Corps personnel* as described 
below (¥T) o These slots will have the further advantage 
of taking up alack when there is a temporary lack of 
openings in particular categories,, The Directors 'of 
Training and Personnel should be authorized jointly to 
place trainees in training slots* after consultation with 
the Assistant Director o (The necessary changes in the 
Tables of Organization are outlined in Appendix H 0 ) 

No trainee may remain, in one training slot for more 
than six months* at the end of which he must either be 
absorbed into the regular Table of Organization of the 
Office* absorbed elsewhere in the Agency* either in a 
regular or training slot in another Office* or dismissed 
at the joint discretion of tbs Directors of Personnel and 
Training on the recommendation of the Assistant Director,, 
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«t ° f ”® w P ersonrtei is customary, 

Jt may be found desirable to move trainees through a 
logical succession of training slots within the office 

sau&'giss sss^s* “ uh th » •— * 

Evaluat ion by Supervisors 



Four to six months after the initial placement In a 
regular slot* a representative of the Office of Training 
will request the supervisor of the trainee to male & 
preliminary evaluation of his work,; This evaluation will 
confirm or contradict the original evaluations selection 
f? d . J lac ®ff nt of the individual^ and may lead to a change 
in the criteria for selection and methods of recruitment.-, 

It will provide a means of evaluating basic trainings and 
grounds for modifying training when necessary,. It will 
also reveal obvious misfits, who will be either moved 
or dismissed (Appendix G) „ 


Once a trainee is placed in a regular slot, his 
tutu re will depend on his performance 0 Personnel will 
have the same interest in him that it does in all 
employees, but Training 9 except for the evaluation first 
mentioned, will become actively interested in him again 
only when he emerges, if he does, as a candidate for the 
career Corp3 after two years in the Agency (S®© V) 0 
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V- SELECTION OF CAREER CORPS 


Next to initial recruitment, the moat critical problem 
in the Career Development Program i s the early and accurate 
selection of the career Corps ” THe Career Corps is 
composed of men and women of superior ability and perform- 
ance and includes specialists, who are outstanding in a 
single office; and generalists, who are willing and able 
to fill important executive positions that involve the 
whole Agency in one way or another,, (A more detailed 
discussion is given in Appendix I,,) 

A 0 All Agency personnel in grades from GS»9 through 
OS-13 s who have been on duty for at least two 
years, and who are under US for the first year 
this program is in operation, and under liO 
thereafter*, will be studied annually by Personnel 
to identify those who have high potential and 
should be considered for Career Development 
through further training and rotation u 

The group, GS-9 through GS-33* is of 
manageable size and is capable of close study c 

Justification for these grades? Professional 
personnel who have not advanced to GS<=9 in two 
years under current practices of promotion, are 
of low potential,. It is further assumed that 
GS-lMs and above are already careerists*, well 
established and professionally competent, so 
recognized by their superiors, and for whom 
further training may be desirables or else 
fall into categories that would make further 
training impractical or unnecessary a 

Nevertheless* for the first year that this 
program is in operation, it will be necessary 
to stu«^r personnel GS^lh and above, to determine 
which of them should be considered members of 
the Career Corps,, 

Bo The Career Corps will be selected as follows: 

lo Appraisal by supervisors will be combined 

with age and grade, and graphically 
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represented* to reveal those who stand 
outo (Detailed discussion of this pro~ 
cedure will be found in Appendix I 0 ) 

2o The preliminary group thus selected will 
undergo fu**ther evaluation designed to 
reveal: 

aptitude potential for improvements 
be, intelligence* aptitude* and personality; 
Co knowledge of the intelligence process; 
do ability to work from evidence in an 
intelligence problem; 

e Q knowledge of current affairs* together 
with historical and economic back“ 
ground; and 

to ability to learn languages 

(The procedure will be discussed in 
Appendix J a ) 

For two years* or until the career program 
is well established in the Agency, it will 
be necessary to permit all employees GS~9/13 
to take the tests If they wish* as a check 
on the appraisal o Allowance must be made 
throughout this process for different levels 
of performance at the various grades and 
by persons with different kinds and amounts 
of service a 

3* On the basis of the appraisal* evaluation and 
tests* two small groups will be selected: 
the candidate specialists and the candidate 
generalists o The candidate specialist will 
appear before the Board of Review in his 
office (Appendix I) * which will determine 
whether or not he is to be considered a 
specialist,. The Board,, with a representa- 
tive of the Office of Training* will lay 
out a course o' study and/or rotation* 


The smaller group of candidate generalists 
will appear before a Board of Examination and 
Review (Appendix I* Section A) * composed of 
the Director of Central Intelligence or his 
representative* the Director of Training or 
his representative* the Assistant Director 
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of the office involved or his representa- 
tive, the Director of Personnel or his 
representative, and other appropriate 
persons.. The board 9 through interviews, and 
any other means it wishes to employ, will 
make a final judgment that the candidate 
is or is not to be considered a generalist 


Co The successive steps of appraisal, evaluation nnd 
interview will reveal the two groups with which 
the Career Corps Program is concerned: 


D 


lo Specialists who are highly satisfactory in 
their present position, whose desires and 
aptitudes indicate that they should stay y 
in that sort of work, and whose potential ^ 
justifies further training and promotion/ 

Some of this group may become Assistant 
Directors, but they will remain in their 
original offices o 

2 a Generalists who are highly satisfactory in 
their present positions, but whose aptitudes 
and interests justify extensive training ard ^ 
rotation throughout and outside the Agency, 
to prepare them for Agency wide jobs j and 
other positions of great responsibility <, 

The specialists and generalists are the Career 
Corps o Selection for the Career Corps does not X 
mean immediate promotion, but greater opportunity <>. 


jXf JU4XKV 


fayed 
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VI ° TRAININQ CF CAREER CCRPS SPECIALISTS 


The purpose of career training for specialists (V, 
c » b) is to improve their efficiency and range in the 
offices in which they work and to which they will return. 
Assistant Directors may rest assured that personnel 
released for training as specialists will return to their 
office of origin, and that they will be at least partially 
replaced by other members of the Career Corps rotated 
into their office from other offices, or by professional 
trainees The proposed training slots in the offices will 
be used to facilitate rotation (Appendix H) * Since some 
specialists will become Assistant Directors, a broad 
variety of training will be made available. Programs will 
be tailored to individual needs , 

The training may be designed to impart new skills 
and knowledge, to refresh and improve existing skills and 
knowledge, or simply to get the Individual out of a rut 
by a change of environment and concentration. The 
last will be of particular value to analysts, scientists 
and librarians, who are likely to fall into habits and 
attitudes of mind that are not necessarily the most pro- 
ductive. Training for specialists will be arranged 
individually, after consultation and agreement with the 
Assistant Director and his Board of Review (Appendix I, 
Section A) „ 

Some of these objectives may be accomplished by 
training courses already existing or to be established 
within the Agency,, Others may best be achieved in 
universities, industries or other government agencies, 
or by travel. (A sample plan of rotation and training 
Is discussed in Appendix K„) 

A. The advanced intelligence course will be of 

value to nearly all in this group, particularly 
the less experienced (Appendix L) 

®° The simplest problem is the acquisition of a 
language, rfhen there is considerable demand for 
a language, instruction can be handled most 
economically by arranging with an institute or 
university to set up the required language 
training for the group, Language training will 
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be set up within the Agency for those who 
cannot be trained outside because of the 
demands of their dirties hare* or because of 
security, or those who have a language skill 
that can be improved by part time vorko In 
the case of languages for which there is scattered 
demand, instruction can bast be arranged through 
outside institutions, preferably local, cn an 
individual basis 0 

The best way to study a language is full time, 
with complete leave of absence from other duties 0 
Compromises may be made, but only at the cost 
of efficiency and speed (Appendix M) „ 

C c . Somewhat more complicated is the problem of area 
stucfy,> Two elementary area programs should be 
established, preferably in local educational 
institutions, or within the Agency j one on the 
European orbit of the USSR, and one on China and 
the Far East,, For more advanced study, and for 
study of other areas, specialists must be sent 
to academic institutions Q Existing resources 
are being studied, with the help of the Social, 
science Research Council.,! In a very few lases, 
such study may be accomplished In a summer 
session, but in most instances, an academic year 
or even two will be required (Appendix P) 

D,., The Office of Scientific Intelligence has a 

particular need tor a program on Soviet Science, 
combined with area study, and the effect of 
science and technology on international relations n 
This question is being studied? The purpose may 
be accomplished in or out of the Agency o Such 
a program should also be useful to the Office 
of Research and Reports (Appendix P) „ 

Ec A course on economic intelligence,, and its use 
in support of economic warfare and operations 
wiU be developedo 

E o Scientists, economists, and other specialists 
will be sent to universities, either as students 
or as research associates, to increase their 
substantive knowledge, or to carry out research, 
or simply for professional refreshing (Appendix P) , 


secret 
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G c In many cases training in an industry, foundation 
or laboratory will be more useful to scientists , 
economists, and other specialists than university 
training (Appendix P) s 

H t In some cases, travel and 3tudy in an appropriate 
and feasible area will be the most desirable 
program, whether for training or refreshing o 
This might sometimes be accomplished through 
rotation in one of the operational offices or 
through the Foreign Service (Appendix K) 0 

lo Rotation within the Agency, through use of train- 
ing slots in the offices, will be desirable in 
cases where the work of an individual is or will 
be closely connected with that of another office, 
but in all cases the purpose of such training 
will be to make the specialist more competent 
in his own office , to which he will return 
(Appendix K) & 

Jo rfith the cooperation of Office of Scientific 
Intelligence, short courses in the present 
knowledge and capacities of Soviet scientists 
in the various fields, and of the present and 
potential capacities of Soviet weapons should 
be established, not only to increase knowledge, 
but to overcome some of the superficial con- 
tempt for Soviet science that is currento 
These courses should be open to personnel from 
other intelligence agencies n 
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71 I o TRAINING OF CAREER CORPS GENERALISTS 

vrm&aH&tammam&WP' .«38n». T;wif,f,p ir 


Generalists (V* C# 2) are those very rare individuals 
who have the capacity to bring together many aspects and 
branches of the inteiliganse problem and organization e 
and wish to do soc Their need is not for specialized 
training 9 but for increasing areas of responsibility 
and experience on the one hand 2 and for rotational ex 
perience within the Agency* as well as in other Intel ii« 
gense agencies and other governmental agencies which 
have mutual intelligence needs,, 

Whereas the purpose of Specialist Career Training Is 
to produce better specialists* there is considerable 
doubt that any particular effort should be made to improve 
the special skills of the generalists „ excepting to 
broaden their language ability s increase their first hand 
knowledge of important foreign areas 2 and to give them 
enough experience in the various offices of the Agency 
and other intelligence agencies so that they can under® 
stand their products, and know their limitations and 
capacities o 

Therefore,, while a high percentage of this group 
will have benefited as specialists from the sort of 
training described in V I 9 before they have been identified 
as generalists* an entirely new emphagis must subsequently 
fee placed on their career development/ The purpose of 
their training is to produce Direct of Central Intel- 
ligence}, Deputy Directors of Central Intelligence* 
Assistant Directors* and Deputy Assistant Directors, 
Assistants to the Director* members of the National 
Estimates Board and other key people c {A sample plan of 
rotation and training is presented in Appendix N„) 



/ffAd ea-t-w 


CstbUSUf f 


Ac On the academic side? the first need is for a 
national intelligence course, not only for 
this group* but for the personnel of other 
intelligence agencies (Appendix R ) 0 


Bo Generalists should be rotated throughout the 
Agency* by means of training slots 0 


Co They should also attend the National War College, 
Naval War -.allege* Industrial College of tl» 

Armed Forces , participate as members of the Staff 
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of, or attend the General Staff and Intelligence 
Schools of the Armed Forces and the advanced 
Foreign Service Officer 4 8 Course at the Foreign 
Service Institute of the State Department- 

Do During, before or after the period of rotation 
within the Agency, generalists should serve 
long enough (at least one or two years) in 
one or more of the intelligence or operational 
agencies of National Security Council Staff, 
State, Navy, Army, or Air Force to understand 
their methods and objectives,, 

So Time should be given the generalist for stu<fy 
of foreign intelligence systems, both friendly 
and unfriendly o Materials in the possession 
of the Agency will be made available through 
the Office of Training,, 

At the end of the period, the generalist should be 
ready for positions of great responsibility on the level 
of Deputy Assistant Director and Assistant Director, and 
after experience on that level, to serve on the immediate 
staff of the Director or Deputy Director, and finally for 
Deputy Director of Central. Intelligence and Director of 
Central Intelligence 0 


’.Note.*- Jobs in the Agency fall into four categories? 
technical, administrative, overt analytical and research, 
and covert operations and collection,. Specialists 
should be rotated within one of these groups, but not 
among them-. The above has been written on the assumption 
that it is possible to find generalists capable of under- 
standing each office, though not necessarily of specialising 
in its worko) 
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APPENDIX A 

.SPECIFIC CRITERIA FOR INITIAL SELECTION 

(Figures baaed on Agency needs and on information 
supplied by Assistant Directors 0 ) 


Out of any group of 100 trainees,, there should be about; 

38 College graduates with fields of con- 
centration that bear some relationship 
to reality «, Of these; 

2h should be potential operators 
i; should have unusual language training 

A few should be administrators . 

S Engineers, with some experience in production 

7 Ll 0 Bo 8 s, preferably with undergraduate majors 
in Social Sciences, Area Studies, or Inter- 
national Relations „ A few should be adminis- 
trators,, 


PhoDo*s or graduate students who have not 
completed the PhoDo, but have progressed far 
enough so that they have actual research 
training and experience,. Of these; 



^ Political Science,, Sociology ^ History 
or International Relations 
7 in Economics 
12 in Area Studies 
3 in Modern Languages 
5 in Physical and Biological Sciences 
19 in these or other fields s provided they 
have strong contemporary interests* and 
are interested in concrete questions 


In view of existing shortages*, the numbers of 
economists*, scientists*, and area specialists recruited 
for the coming year should exceed these figures., 


w 
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t 

p age£i 22 thru 30 ! 

Sound enough In concept but impracticable in terms of man-power 
and money. 

But we're still doing in 1964 what is feasible of the 1951 
recommendations . 
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APPENDIX C 


TESTING AND ASSESSMENT OF APPLICANTS 

) 


25X1 


25X1 


25X1 


A o 


Field Testing Program 

1° Assumption 


The Professional Trainee Program is sufficiently 
publicized by the Central Intelligence Agency 
among colleges and universities so that there are 
at least two thousand excellent prospects each 
year© Some of the applicants would be recommended 
by college contacts, contacts in the Armed Forces , 
and Personnel Procurement © Others would apply 
on their earn initiative© 


Personnel Procurement authorities in CIA 
review personal history forms, medical question^ 
nairas, security check sheets, and other appli** 
cation forma and weed out persons who could not 
pass CIA employment standards© If possible, at 
least o ne thousand would be recommended for 
testing 


II o Testing Procedure 


25X1 


has we Untrained 
examiners strategically placed throughout the 
country, especially in cities having higher* edu- 
cational inst itutions o Such testing centers have 
been selected 


because of the geographic accessibility to 


students throughout the cou ntry© 
before the testing program. 


A few days 


, would send testing kite to the 

examiners, one kit for each applicant to be 
tested© Applicants would report to these testing 
centers for a one-day objective testing program© 
The testing programs would be held three times each 
year, possibly February, May and October© Only as 
mapy testing kits would be opened ai there were 


applicants to be tested, 
be returned 


Unused testing kl ta would 


with 
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- 22 - 


SECRET (Appendix C) 


Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 





Approved For Release 2003/02/27^g^pDP93-00791R000100100001-9 


25X1 

25X1 


25X1 

25X1 

W' 


IIIc 


the envelope seal unfarnkan. ml c£\.- if* t h tK.ii .used 
testing kit9o would 


scone all tester rank individuals in respect to 
each test} compile distributions norms t and other 
statistical data for that particular testing 
program? contrast these statistics with norms 
from previous CIA testing programs^ and on the 
bfes jp o f Selection criteria devised 


■ , and the Office of Training^ 

asterisk those applicants who were sufficiently 
outstanding to warrant assessment „ The informs^ 
t i on outlined in lha nswurwmh , would be summarised 

and sent to the 


uxnce or Training within two weeks so that the 
Assessment Team could get to work assessing the 
more outstanding applicants first „ Applicants 
who did not meet the criteria for profess tewa j 
trainees 
would be 


Va*ztr»iau uy rersonmi Procurement 


I 


ITesta 
'or 


possible assignment In other slots in the Agency o 


Testing Battery 


For the most pai*t the 
program would con 


- isc. m objective-type 

examinations o The final battery will need to 
be worked out in detail later® but the tests and 
questionnaires outlined below would constitute 
the cor© of this program,, Applicants will be 
required to devote the whole day to the testing,;. 


I,-, Briefing by the examiner re testing procedures 
and program for the day*, and the signing of 
a secrecy agreement re tests and procedures 0 

2< t The applicants fill outs 


A Biographical Questionnaire which would 
have questions re college degrees* academics 
honors received* class standing 9 leadership 
in non-academic collage pursuits* willingness 
to serve overseas. Biographic information 
is often jreXevent to Joo placement? soeh fonas 
are an essential part of all intensive psycho- 
logical examinations given In the military 
services,, 


3o A 30=-minute T«st of Mental Speed calibrated for 
such highly qualified applicants * 
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ho A 30-minute power Test of Logical Reasoning,, 

5c A 30-minute Current and rferld Affairs Test , 

6 0 A 20 minute power Test of Verbal Intelligence 

7o A 304i5 minute Vocational Interest Inventory^ 
for the purpose of determining which voca- 
tional interests are strongest for Agency 
placement & 


8o A 2-hour subject setter test covering physical® 
biological ard social sciences,. This examina- 
tion would include the standard subjects a A 
complete section would be devoted to testing 
fundamentals of good report writing such as 
English usage 9 spalling® punctuation and 
capitalization® and reading comprehension,, 

9o A fe5»minute Temperament-Personality Inventory,, 
for the purpose of screening out possible 
psychopathies and extreme neurotics. 

10a A 30-4*5 at nute Written Interview Quest ionnaire® 
which is a projective psychological technique 
designed to r :veal attitudes 9 interests® 
and motivations related to CIA activities.. 


Testa Ho n — 3 in Q lagluaJ ve® would be scored by 


, and the statistics would 

be aewt to Office of t raining,. In addition® 

would furnish a profi'lt- 


n iroy rar eassh applicant.:, 


171 

Test No,, 2 


and 3.0 would foe sent to the Off ! m of Training ... 
shading and interpretation s although for test No,„ 2 
searing keys would ultimately- b© developed to simplify 
interpretation for some of the variable® important 
in the Biographic Questionnaire. 


The* tests und ques4is*nnaims emune rated a© 
element* in uh© test battery ere at present available 
either in CIA or from publishing houses and universities 
which sell psychological, tests,. For the first year 
we shall have to drew from these sources but as the 
progra* continues year after year® it will be highly 
desir able for reasons both of security and effective* 
wss md the 
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25X1 


Psychologic*! Staff of the Office of Training devise 
tests and questionnaires specifically designed for CIA 
needs o In certain tests, only revisions and sobs 
additional standardization and validation are needed, 
since considerable CIA work has already been put 
into theraj for example, Nos, 2, It, 5 and 6, and 10„ 
However, it is desirable to develop completely new 
forms for Nos 0 3, 7, and possibly 9 0 No<> 8 will 
require a certain amount of research, but not too 
much time should be required to put out a n ew CIA 
fora since is preeminent 

in this flexor 


Not only is it desirable to have these tests and 
questionnaires developed specifically for CIA, but 
also we should have alte mate equi valent forms for each 
test and questionnaire for use in localities where 
it appears that the items and questions in the test 
have become toe* well-known, Such alternate-equivalent 
forms ars especially desirable since in some places 
three testing sessions may be held during one year, 
which will make it possible for some of the early 
applicants to pass on clues and information to sub- 
sequent applicants o In such places the alternate-* 
equivalent form would be substituted for the original 0 
Both the original and the alternate-equivalent forms 
would be revised each year„ Some of the tests would 
not need very much revision, such as Logical Reasoning, 
Mental Speed and Verbal Intelligence, but others such 
as Current and World Affairs would have to be brought 
up to uate 0 Priority would be given to the revision 
of those tests in which items become stale or in which 
cribbing is easy . 


It is not contemplated that 
^]will find any great difficulty irTset^lng'' up 


an orderly and e ficient schedule of testing programs 
throughout the country three times each year, Per® 
haps during the first year there will be a slight 
amount of confusion, but durlnp the following years 
the testing programs should prove of no great dif- 
ficulty, especially if there is someone in the Office 
of Training desig nated to coordinate ' ’ 


activities,. Their bl!g _ jbb“ wTITTbe 
revise, standardize, and validate tests, 


1.0 (3BV6.LOP, , — xu.j.u.wv VDOU i», 

questionnaires and techniques related to the objective 
testing program,. They will need to expend considerable 


25X1 


25X1 


25X1 
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effort in this direction chiring the first two years? 
After this, they will have to devote substantial 
numbers of research hours each year to keeping the 
tests, questionnaires and techniques up to date by 
incorporating research findings in the battery? If 
the job is properly done, more or lees as outlined., 

CIA will have a more comprehensive and objective 
battery of tests than is being used by the Foreign 
Service or any of the military services « In terms 
of econony, it would mean that the Assessment Team 
would not waste their more expensive man-hours in 
assessing those who are unqualified for CIA 0 

B Asses snant Prior to Final Selection i 

During World War II the British developed, through 
the War Of floe Selection Boards, a new type of scien* 
tiflc personnel selection known as assessment * In 
the War Office Soles ti on Boards the person being 
assessed was asked to carry out a variety of practical 
problems in real-life situations » He was observed 
and tested by military officers, psychologists, 
psychiatrists and the commanding officer of the 
Sele©tion=AaaeesHsmt School? Prior to the estab- 
lishment of the British Selection-, Assessment School, 
five out of ten persons failed successfully to 
complete training schools in Scotland ? even though 
these prospective intelligence officers had been 
presumably weli«scre«ned by their recruiters? 

After the establishment of the Selection®Asaessa»nt 
School, through which students were required to go 
before entering training, only one student out of 
ten failed, to complete the course successfully? 

Ic Purpose and Principles 

It is planned to use a modified and limited 
get=up in the Office of Training to assess 
applicants for important psychological qualities 
which cannot be tapped by means of papar-and^ 
pencil objective- type tests? The testing program 
will be used to measure the applicant “a mental 
and intellectual fitness for research; the assess* 
msnt will reveal his psychological fitness for 
executive and operational posts,, The assessment 
procedures will attempt to measure characterise 
tics of the applicant such asc 
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Hia ability to d -vise solutions to difficult 
practical problems! e >g „ 9 "-/hat measures should 
be taken to nullify communism and increase the 
acceptance of democracy by peoples throughout 
the world?" 

b,> Hia ability to take the lead,, the initiative „ 
in situations where no leader is designate dr 

His ability to carry out his leadership 
responsibilities when he is assigned the task 
of being a leader in a speciHcsTtuat*.on; 
his ability to persuade and inspire others o 

d.. His degree of frustration tolerance j his 
ability to work under stress and tension, 

e 0 His effectiveness and capacity to work as a 
cooperative member of a teamj his sense of 
discipline o 

f o Hia insight into his motivations and those 
of othersj his acceptance of criticism and 
his degree of objectivity in analysing his 
mistakes^ 

go His attitudes toward military and civilian 
personnel in this country* and his attitude 
toward natives of other countries 0 

h His attitudes toward important problems of 
national security,, 

i° Hi.® ability to think and speak on his feet „ 

jo His energy „ drive,, seal and motivation for 
CIA worko 

ko His ability to organise his thoughts on paper o 
Can he write clear,,, concise , well-organised 
reports? 

These and many other characteristics 9 which 

will be observed in the assessment process y are 

important in the training and placement of a 

person in this Agency., 
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ARRANGEMENTS rflTH J^KED FORGES FOR TRAINING OF PROFESSIONAL 


This Appendix will be written when negotiations 
with the Department of Defense are successfully 
completed.-. 
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APPENDIX E 

LANGUAGE PROGRAM FOR TRAINEES , 


( Because of the current needs of the Agency,, the language 
presently taught is Russians The same methods can be used 
for other languages 3 ) 


Ao Organization 

Number of students in each group—— »t»«ua*UJX3* 

L^gth of 12 w-s&lcs 

Hou 20 hours per w sekj 

8 Ac Mo - 12 Norn 
Mbnday through Friday 


Bo Program of instruction 

(1) Descriptive grammar and theory— *«. 2 hours weekly 

(21; hour 3 ) 

(2) Group drill « phonology e spoken language* 

reading drills *•»««■- «* i» «W «* * SMMK» 'KMS.PtaM** #r*' «*' £» & : fXKS» «j cs 8 hours weekly 

(96 hours) 

(3) Individual laboratory drill for spoken 

and written language^^*—’”'^ 0 *—^ '*»<*•——■ X0 hours weekly 

(120 hours) 


C« Objective 

(1) Foundation for proficiency in use of spoken and 
written language, 

(2) Basic knowledge of phonology 8 structure* and grammars 
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(3) Active non^cognate vocabulary for everyday Ilf® 
situations ■» approximately 1+00 words 0 

(it) Passive recognition knowledge of cognate vocabulary « 
newspaper level s 700 words* 

(5) Essential verbs and declension for ms* 


1> Objectives 

At the end of this period* the average student should 
be able to use the spoken language with reasonable fluency* 
and with oral accuracy so that he can bo readily understood.. 
His oral skill will be limited to everyday life situations* 
with a spontaneous active vocabulary of some i+00 words 0 His 
auditory recognition skill should be much broader* covering 
possibly 750 words* 


Follow-Up 

After this foundation course* selected students should 
be directed to continue their language training at the rate 
of five weekly hours of laboratory drill in the CIA Language 
School Laboratory to increase their skill in the use of the 
spoken and written language* One additional hour per week 
should be provided for remedial and corrective linguistic 
analysis* If this in-service internal training program is 
continued at the rate indicated for about 18 months* the 
student should have a good active command of the language* 

t 

Through consultation with the several offices* in- 
service training can be focused on the acquisition of 
specialized terminology in various technical, fields* 


- JJ * 
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APPENDIX F 

THE BASIC TRAI NING PROGRA M OF THE CIA INTELLIGENCE SCHOOL 


A o Discussion 

The Basic training of this school is designed to give 
the trainee the knowledge and skills basic to intel- 
ligence,, The program will remain flexible 3 so that 
it may be tailored to suit the needs of each new 
group c The early courses cannot turn out finished In 
telligence Officers, but the graduates will enter 
their jobs better prepared than heretofore 0 

Program 

The program will consist ofs 

(1) Necessary lectures on orientation, mission 
and security* 

(2) Structure of U , S„ Government and CIA 6 s role 
therein,, 

(3) Missions of Intelligence Advisory Committee 
Agencies,, 

(Ii) Organisation of C3A-, 

(5) Lectures on the rforld Situation, Foreign 
Policy, the Soviet Government, History 0 etc.-, 

(6) Methods employed in intelligence,, 

The tentative twelve week program will be interspersed 
with problems and training film®, and selections for 
readings in foreign languages, 
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APPENDIX 0 

EVALUATION OF PROFESSIONAL TRAINEES I XIRINQ TRA INIHQ 


Each trainee will be subjected to a running evalua=» 
tion during Basic Training in order to systematise,, verify 
and extend the knowledge of his aptitudes obtained by 
testing and assessment prior to his employment (Appendix 
C)p and to determine his potential so that he my best 
be trained and placed,, Within six months after a trainee 
has been placed* his supervisor will be asked to evaluate 
hiirio 


An Evaluation During Training 

The Evaluation Psychologist, the Chief Instructor, 
and the Instructors will periodically rate each student 
in terms of performance in courses, personality, and 
ranking in comparison with other students , in order 
to determine his outstanding strengths and weaknesses <■> 

The following rating system will be used: 


Ratings 

Definitions of Ratings 

p e rear tile 



Equivalents 

Superior s 

An extremely outstanding performance 

98=100 

Excellent : 

An outstanding performance, definite* 
ly above average 

85-9? 

Satisfactory? 

Requirements met without distinction 

50- 8 h 

Mediocre : 

Minimum requirements barely met 

1649 

Poor s 

A deficient performance n Definitely 
below average 

3-15 

Failure t 

An extremely deficient performance 

0 2 

Not© 1 The derivation of the ratings from the normal 
bution curve does not imply that the students would 

di stri 
be marked 


w on the curve** »= which is an arbitrary statistical inters 
pie tat ion of human variability The students will be rated 


35 *■* 

SECRET (Appendix 0) 

Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 



Approved For Release 2003/02/2£g ( <^/\ r RDP93-00791R000100100001-9 


in terms of their ability to hold career jobs in the Agency , 
la some classes it is conceivable that all students will 
qualify o It would be spurious * therefore, to fail sense 
of them merely to conform to the iniquitous practice of 
marking on the curve,, 

Students rated low will be carefully studied to determine 
whether they can be improved, or should be dismissed;, 

A final evaluation will be sent to the Director of 
Training, and will be used as one of the bases for initial 
placement o 

Bo Evaluation after Initial Placement 

Supervisors of trainees will be asked to evaluate 
them from four to six months after initial placements 
The evaluations will be studied by the staffs of the 
Office of Training and Personnel, and by the Assistant 
Director, as a check on selection, training and 
placement o Trainees who present a problem at this 
stage will be carefully studied, to determine whether 
they should be placed in another position, or dismissed;. 

If a trainee undergoes an important change of 
position in his first two years in the Agency, a 
similar evaluation will be made from four to six 
months after the change-. 
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p ages 38 to ‘>1 : 


This may not be as applicable in 1964 as it was in 1951- But 
ve'd at least have an Agency Career Management Program today 
if we'd given the 1951 proposal a trial. 
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IDENTIFICATION OF CAREER CORPS t CAREER MANAGEMENT PROGRAM 

~ ^ * 1 ** ■— mmmmmmm* • imimw* ««— — W ■ — n ?W™-3at 


In this study of career or management development there 
Is carried forward the conception of a limited and elite group 
implied in General Smith ‘'a letter to The Honorable John McCiay^ 

17 March 1953L Its procedures and techniques are directed to 
the Identification of the Career Corps- The ticket of admission 
to the group is demonstrated ability on the job- The following 
are proposed* 

lc The formation of a Board of Examination and Review 
at the Director-Depu ty Director level of the Agency 
and Boards of Review at the Office level c (Section A) 

2c Annual appraisal of employees by their supervisors 
and/or associates (Section B) to take place against 
developing job-performance requirements (Section C) t , 

3c Restriction to non-clerical personnel in the CS 51=13 
level inclusive „ io«c-i the roost likely career group,, 

The rationale for Mils position is set forth in 
Section It 

I*® Emphasis away from rating (the Civil Service concept) 
and directed toward what the employee can do and what, 
may be done to Improve aid prepare him or her for 
higher level service- ” 

5c The first step objective is to train and ground super- 
viBcrs in appraisal technique} the second step objective 
is to identify pools oi* Inventory of "Potential" {see 
Section E for discussion of possible application of 
the duPont Company "skijmner chart" technique)} with 
the final objective* a j ob-rotation program (Section 
C*2) for identified potential as and whan the tight 
manpower condition can be relieved 

Given the manpower shortage of today,, it is felt that Gils 
Agency can ill afford either inadvertently „ or more iaroertent 


38 


SECRET 


(Appendix I) 



Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 

SECRET 


through lack of training > to overlook the "potential" now on 
boards In addition the program should benefit morale, aid 
recruitment, and sharpen«up the application of training facili-- 
ties (Section F) ( , 

This study has grown out of the consideration of some ten or 
twelve comparable industrial plans, those of Air Force and Navy;: 
and a review of certain "status and efficiency" and other re* 
porta in being or contemplated in the Agency (Section G) 0 

It is recommended that the program bo administered by & 
Career Development Staff, and that a man, experienced in this 
field, be brought in and supported by an adequate staffo 

The tie-in of this program to the Professional Trainee 
Program and to Personnel IBM card system is sat forth in 
Sections H and I 0 


A 0 Bc ard(s) of Examination and Review « and of Harlow 

A first requirement for success of the program is active 
top echelon support , This requires that the Front Office and 
tie Assistant Directors on whose Offices the program impinge! 
understand the objectives oi' the program and give it their 
backing , 

With this backing forthcoming, it is proposed that a Board, 
of Examination and Review be formed at the Director-Deputy 
director level of the Agency 0 This top-level Committee would 
sit annually o The function of the Board is aat forth in Section 
/, D, 3 of the Discussion.; 

Below this Board each Office will have its Board of Review o 
-its Chairman could be the Deputy Assistant Director? The Train- 
ing Liaison Officer of each Office could bo Secretary., These 
boards will sit as need arises. 

The function of these boards, working with the Career Develop- 
ment Staff is* 

lc Develop broad requirements for effective performance 
at those levels of administrative, professional and 
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technical competence contemplated in the proposed 
program* The objective* a more complete under- 
standing of the fundamentals which make for superior 
performance in each category and at each level of 
effort* 

2* Measure the individual against the job requirements 
of the level in which he operates and at the next 
higher level s, 

3° In cooperation with the Office of Training, acting 
through the Training Liaison Officer, develop im- 
proved training procedures and applications, 

he In cooperation with the Offices of Training and Per- 
sonnel, to plan logical Divisional, Intra-Office and 
Inter-Office rotational circuits and promotions. 

It is believed that the effect of the proposed board structure 
would be to stimulate recognition and development of ability. 


Be Appraisal 

lc Appraisal and Proposed Application 

The proposed procedure and technique of periodic 
appraisal of an employee by his supervisor is deemed 
primarily a managerial tool to be line administered. 

It follows, then, that the method should be* 

a. Geared to and reflect the peculiar problems 
of the Agency and its individual Offices* 
and 

bo Decentralised* 1,6*, the supervisor limited 
to an appraisal of those he knows or haa 
contact with personally, 

2<> Appraisal Techniques 

The purpose of varying appraisal techniques is identical. * 
to force the supervisor to think in an orderly fashion 
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about the people under him® to the end that the 
appraisals may be meaningfulo 

In technical jargon the appraisal must be val id,, 
io6o® an accurate measure of the abilities**i^*Ts 
supposed to measure® and reliabl e » i,6, s measure 
the same ability consistently, "Actually appraisals 
are likely to be inaccurate, stereotyped and exhibit 
"halo effect"® i,e 0 , a favorable appraisal stemming 
from personal predilection rather than from objective 
analysis. 

In an effort to reach objectivity two techniques are 
currently developing, the Appley technique and the 
"forced choice" technique 0 

The Appley technique is employed in the Detroit Edison 
Plan, Here® some four supervisors who know the incli® 
vidual and his work ait as a panel, with a representative 
of management development staff sltting-in as coach 
and moderator. 

In the forced choice technique the supervisor is forced 
to choose between two or more statements as most or 
least descriptive of the individual. Rating as to 
determinate traits or characteristics is then derived 
by statistically weighting the responses to the many 
alternates. The end product is, theoretically, an 
accurate anti valid appraisal in which "halo effect" 
and other aberrations are eliminated. 

This technique, unfortunately, has the disadvantage 
common to all codes (it employs a code in the form 
of a statistical weighting), i.e,„ it loses its 
effectiveness when the code is broken. In practice 
this happens. Supervisors sooner or later become 
aware of "pay-off" alternates and are guided accordingly. 

For these reasons the forced choice technique is re- 
jected here, as is the panel or Appley technique, 
largely because it would appear that the staff work 
required would be prohibitive. 
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3o Appraisal Fora 

The ultimate appraisal or evaluation form to be used 
in the Offices will, be worked out by the Chief of the 
Career Development Staff supported by competent 
technical help and in cooperation with the Offices g 
working through the Training Liaison Officer, who as 
suggested above ? would be a member of the Board of 
Review of tha Office in question,, 

There is attached herewith* how ever 8 a proposed fcrm n 
The thinking behind it is based on the thesis that”” 
validity* reliability* and lack of "halo effect" can 
best be achieved by tying the appraisal closely to 
specific job requirements both at primary and advanced 
levels of competence; a practice which has found ex= 
pnession at primary levels in practice in the covert 
offices (Form 5l®5>3e Status and Efficiency Reports), 

The form itself is the best exposition of the general 
technique proposed. The form is to be regarded as a 
prototype of general methodg it is to be expected 
that the form „ in its detail,, will be modified and 
refined in practice , 

The form has beers geared to current Navy procedures 
of rating the individual, not as excellent ^ average,, 
etc,, but as adjudged in the first 10$ 3 next 20%$ 
middle hO% etc,,, compared "with all others of the 
same" grade and job family "whose professional abili* 
ties are known to you personally,," It is felt that 
this technique again contributes to the objectivity 
of the appraisal,, 

Another feature of tha proposed form is that rating 
the individual (in the middle 1*0J6 etc*) acts as a 
coordinate point on a scale,. It is believed that 
this teelmlqu® has certain advantages i 

to The employ ue H s performance and potentiality show 
up visually a« a profile,, 

<ssrmv.msi^-x^xBisaszS;' 
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bo A current appraisal can be compared with a prior 
appraisal by tracing the prior profile and supers 
imposing it on the current proflle 0 

A® the profile is placed on a scale which is virtu ally 
1% to 100$,, it is possible that an aggregate of scale 
points can be arrived at„ This aggregate of points 
might be used as a '‘bonus'* factor which might make 
possible the application of the skimmer technique 
(See Section E 0 ) 


(Note; The question might properly be raised i Why has not one 
of the more orthodox Executive Development appraisal forms been 
adopted o The reasons are twos (a) the more objective the job 
criteria the sounder the appraisalj and (b) it is felt that the 
usual, forms lack validity in life,, i 0 e 0 n they portray the myth 
of the successful roan as conceived by men of success „) 


Uo Appraisal of Employees 

It is proposed that the appraisal of any employee be 
based on the joint opinion of at least two men who know 
the man and hie work® Where this proves impractical^ 
it is suggested that the individual be asked to appraise 
himself on the identical blank form,. The supervisor 
may then compare the appraisal with his own n Any 
variants would be adjusted in a subsequent discussion 
with the employee (see 5 below) „ 


The single appraise r a lo9 ot , t he immediate supervisor 

report) is not believed 


(as proposed in the 

to be in the Interests ox agency morale,, Regardless 
of the fairness and objectivity of the supervisor ^ 
the enplcyee derives far more confidence if more than 
one individual sits in judgment on him„ 


5o Discussion of the Appraisal with Employee 

The appraisal should be discussed with the employee,, 
Thus the individual is given a chance to express hia 
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interest in advanceraerrfc and to give his opinJ.cn of 
his cwn training needs B In this discussion,, however,; 
no promises should be made to any individual or 
participant in the program® 

This discussion and interplay between supervisor and 
subordinate helps bring out the individual «s good 
qualities and his training needs, and thus enables a 
supervisor to discharge his primary responsibility 9 
i®e», that of developing people entrusted to his 
care® As experience tends to confirm the observation 
that employe® supervise as they have been supervised, 
this procedure should ultimately benefit the whole 
organization® 

Practically it is just at this point that the whole 
appraisal process can be slanted away from a rating 
concept and directed toward determining what tihe^diviAial 
can do and what training can do to improve the 
individual and prepare him for high-level, service,. 

6> Time Elements in Appraisal 

Appraisal will take place annually® 

Job Performance Criteria, and Rotational Circuits 

1® Job Families 

<* j»ni i nw«»tii.„i BMW , Okramcxit 

A primary requirement for success of the proposed 
program is to* 

a® Establish at the primary (junior) level broad 
job families that exhibit comparable performance 
criteria® 

bo Develop specific criteria for effective r*rforman 3 « 
in each broad family at the primary level and at 
succeeding levels of competence and responsibility 
within the Agency,, 
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The objective here is a basic understanding of the r>«l 
qualities that make for superior performance, Civil”"' 
Service job descriptions are written primarily to 
justify certain OS levels 9 and are not always helpful,. 

It is believed that a hopeful start has beer made toward 
these requirements in the job families and job require* 
ments which find expression in the proposed appraisal 
form (Section B) 0 It is anticipated that the Boards 
of Review (Section A) working with the Career Develops 
raent Staff will be instrumental in further developing 
and refining these criteria,, This growth will taka 
place through* 

Further study of the education* experience and 
knowledge requirements in job families and for 
comparable jobs, 

bo A statement from each member of a supervisory 
group of the requirements to perform his job 
effectively} and of what he requires in performance 
from other supervisors reporting to him- 

Answers to such studies, edited and sifted by the Boards 
of Review might well contribute to a more objective 
understanding of job performance criteria,. 

It is, of course, far easier to call for meaningful 
criteria than to produce them, particularly as one pro® 
©eeds up the scale of competence „ let appraisal in 
the absolute or in vacuo results in a lack of objectivity 
and induces a fussy frame of reference in the appraiser,, 

The development of specific and adequate criteria, then, 
is vitally important to the success of this orogram c 

2c Rotational Circuit s 

The defining of job families, as proposed above and in 
the suggested appraisal form (Section B), is a first 
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step in determining logical rotation circuits „ Thus 
it appears illogical, at junior or even senior levels* 
to rotate to an anals ^ical^research job an indivi dual 
appraised as baslcaQiy" an ^operational type Q It is 
only at higher echelons of competence and responsibility 
that such rotation becomes feasible and fruitful The 
device suggested in the appraisal form* in which rating 
m the basis of additive qualifications required for 
higher levels of competence* will* it is hoped* prove 
a useful tool in determining fruitful rotations „ 

Much further study will be required In this field. Such 
study and the identification and fixing of sound job 
rotation circuits is a function of the Boards of Review* 
the Career Development Staff, and the Office of Training, 


Application 

lo Discussion of Application in Depth 

This program should be restricted to the GS $-13 level 
of non«clerical personnel, Again the thinking behind 
this proposal is that of restriction to a career group 
in line with General Smith fi s conception. 

The rationale for the selection of the GS®9 level* as 
the lower limit in this program* follows,, 

As one goes down the employee pyramid in a program of 
this kind* a law of diminishing return sets in, More 
and more appraisals are required but the chances of 
uncovering "potential” are not proportionately is* 
proved, What one is really doing is spending current 
funds (as a measure of effort) for a hoped-for future 
return, %- restricting the program to the proposed 
group, the Agency is assured maximum return on effort 
expended,. 

Many a program of this kind has been smothered to death 
by its own weight. The proposed application cuts down 
weight. Method in this technique is only refined by 
trlal^and-error, The approach herein proposed means 
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that method can be refined at a relatively lov costo 
If and when feasible and desired the program ran 
always be extended op or down the pyramid o 


2 0 Time Elements in Reaching Grades 

An analysis of the tiara elements involved in avera ge 
personnel progression or rise within the Agency shows 
the following* (These statistics are an educated guess 
by Personnel and mast be substantiated by further 
analysis,, ) 


To Rise FTom 

Average Time 

Assume 

GS®5 to 7 

6 to 8 moso 

oi.rtK.r.iT 

0 o 8 yrs 

GS-7 to 9 

12 to 18 raose 

lo2 yrs 

iMfwratw ' 

OS-5 to 9 


2«0 yrs 


The GS-9 level embraces Journeyman Intelligence Officers, 
Research Analysts and other comparable professional 
personnel* All operative supervisors and administrative 
officers are above this level., While many trainees 
for professional jobs are brought into the Agency at GS»5* 
the rise to GS»7 is rapidj some 6 or 8 months on an average 

This program is built around two theses (a) ttiat the 
price of admission into the Career Development Program, 
should be on-the-job survival ability., and (b) that 
the program is directed toward the really able,. The 
period of lo2 years for the GS®7 inductee and 2 years 
for the GS*5 inductee appears a reasonable time element 
for any individual of career potential to reach the 
pick-up point, ioO® # Gil^TTlt is proposed that the 
Professional Trainee will enter the organization and, 
after initial training., be forced to demonstrate by 
on®the~job performance an ability to survive and ad- 
vance for a two-year period) a Theoretically, therefore 


if ? - 
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the proposed "In depth” application of this program 
is ethically justifiable,-, 


Number of Employees Involved 


Based on Personnel figures (somewhat tentative at 
th±a_ ^ ima) it is estimated that there are approximately 
employe es in the GS 9~13 level., There are 

1 (Jxcluded 

Hence the Career Development 


approximately 
from all these figures ) D 

Program contemplates embracing approximately 30$ of 
Agency personnel c As a check point* based on comparable 
personnel* industrial companies tend to cover some 
20$ of their employees in comparable programs „ 


"Skimmer Chart” Theory 

Th6 duPont Company !| skimmer chart" technique is really an 
adaptation of the age°in-grade idea of the services slanted 
toward a constructive purpose rather than toward a negative 
one ( elimination) « 

In the duPont technique, all employees who receive an annual 
compensation (including bonus )Tn excess of & predetermined 
amount are for each age arrayed in a descending order of compen® 
sation. These arrays permit the identification of a compensation 
point at each age that selects or "skims" a specified percentage 
of the arrayed employees 3 say 30 $ of those arrayed at age 30 * etc* 
Specified percentages are decreased as age increases „ 

There results a scatter diagram of "selection points" from 
which is derived a "Selection Line" by visual or mathematical 
processeso This is a total company line (it is based on all 
employees above a predetermined level) « The company selection 
line is used on the dep artmental chartSo This makes it possible 
to judge departmental^ experience against the background of total 
company experience o s 

In this technique all individuals above the selection line 
are "potential" for higher responsibilities and advancement 0 Thay- 
ers the dePont Company 8 * career corps 0 


<¥> 1*8 <0 
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l W Possible Adaptation to CI A 

A characteristic of industry Is (l) a rapidly rising 
salary scale (2) little tendency for salaries to cluster at a 
given dollar level* and (3) salary scale which is made to rise 
even more rapidly by corporate bonus systems® Government 
employment is just the opposite® The salary scale is -reatly 
compressed; there are clusters at each GS level; and the age 
groupings appear much lass defined® 


Given these difficulties* the primary question is whether 
the technique exhibits validity when applied to CIA personnel® 

To test this * a pilot plant run was made on | | narnes^ 

GS 9 through GS liu, Any individual was deemed "potential" and 
marked for examination on the following basis* at GS 9 if 
26 year old or under; at GS 11 if 28 years or under; at GS 12 
if 31 years and under; at GS 13 if 33 ye ars an d under; at GS Uj 
if 37 years and under® This resulted in f fr ames (had 
application of the duPont Company 9 s dec reasi ng skimmer per= 
centage been made there would have been I I naroes)® 

These names were then shown to a senior executive with 
broad experience and contacts in the Agency® This officer "a 
review indicated that this age»grade technique was a valid 
^ identification of potentiality® 

The primary obstacle to adapting the duPont technique in 
its entirety (i 0 e,> * skimming a designated top percentage at 
each age level to produce a Selection Line) lies in the clusters 
of personnel at each GS level® Possibly this difficulty could 
be met by the introduction of a "bonus factor"* stemming from 
the proposed year~end appraisal® The effect would be to break 
up the personnel clusters and make possible the skimmer technique® 

An adaptation of the skimmer chart technique to this Agamy 
would give the Director of Central Intelligence* his Deputies 
and the Assistant Directors a most useful administrative tod. 

It Is recommended that further study be given to this technique 
and that* following the proposed year-end appraisals* an attempt 
be made by the introduction of a valid "bonus factor" or by 
other means* to adapt the technique to CIA career identification® 


** ii9 « 
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Fc Benefits of Program 

Three and possibly four methods are envisaged here by 
which to identify potential in CIA 8 (1) by tests and assessment 
(2) by competitive examinations,, (3) by appraisal* anc! (10 
by skimmer technique* In many of its phases the program begins 
with a sharp ening‘-»up a extension and more conscious application 
of things (size-up and thought of potential) which have been 
done in the paste These benefits should flow; 

lo Ability on board is less likely to be overlooked or 
fail to reach its "potential", and waste of talent 
will be reduced* Incompetence will be exposed., 

2o Agency morale should be improved* possibly also recruit® 
msnto Men and women will know that if they can demonstrate 
ability on the job,, they will be watched for promotion* 

Beyond these benefits is the important one of training,. Out 
of consideration of job requirements for broad levels of competence*, 
there can be obtained a clear picture of what training can ba 
expected to accomplish* If the training requirements of the 
Offices can be pin-pointed*, with tailored programs made possible 
for the individual or small groups who have similar needs 5 the 
ground-work is laid for the greatest usefulness of the Training 
Office* 

However, a note of caution must be sounded,. One mast not 
lose sight of the fact that each of the techniques herein pr©«=> 
posed is fallible and that all represent an art that is fluid 
and inexact at best. For this reason*, reliance has been placed 
on several methods, since 9 while one alone might fail, it is 
unlikely all methods would fall* 

«C33E£C» 

It is to be expected that this program will encounter many 
difficulties* They all do and thus they experience a high 
mortality* These difficulties and this possibility will not ba 
absent in thin Agency* Success* If won* will only stem from a 
high measure of high level support* together with extremely 
adequate and competent staff worko 
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Go Management Dev elopment _ -Plans in Industry and Bg iwhggg 

The Agerrsy has not been unmindful or development procedures * 
There was high-level consideration or the problem some years ago* 
Introduction was opposed on the grounds of the lack of an Ij3M 
system (since corrected),, and in addition it was thought that 
the manpower deficiency militated against application,. 

Agency experience in the past has been a tudied* and the 
plans of some ten or twelve industrial companies * end of on© 
consulting engineering firm for its professional staff? the 
Officers Fitness Report of the Navy* and the report, of Officer 
Effectiveness of the Air Force have been examined* 


Ho Tie-In to Professional Trainee Program 

The Professional Trainee Program is* in effect* a high-level 
"potential" recruitment program* coupled with a basic educational 
or training effort to ground the individual in intelligence and 
area 0 It is preposed that at the and of an initial course,, the 
participant be assigned to one of the Officea„ 

It has been the general experience of industry that college 
recruits are accepted by the line organization if there is faith 
in mangeoontfls ability to weed out poorer recruits 0 Under the 
contemplated plan* trainees would be forced to demonstrate a 
survival value and an ability to rise* in the usual manner and 
on the job* in order to be picked up at GS 9 level in the pro- 
posed Career Development Program, This would appear to meet 
effectively any criticism of "favoritism" in the Professional 
Trainee Program, 


In Tie-In to IBM Control 

■‘-Ifi-Ti iwrmrrm r— mnniBHWW BMW m — ihhmih >1 mumcaSa 

The various "potentialities" of administrative* professional 
and/or scientific personnel identified in the Career Development 
Programs pertinent data relating to significant education* area 
experience* the employee age and "age-performance " index* etc os 
can be easily carried on Personnels IBM records™ In conjunction 
with the Offices* other pertinent data could be developed in as 
much detail as desired* Staff would work this out with the Boards 
of Review* 


= SlI «• 
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Pages 52 to 55: 


This is essentially •what the Training Selection Board wuld 
like to do today. 
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AT ANY STAGE IN HIS CAREER, IF HE SO 
WISHES AND IF THE BOARD OF EXAMINA- 
TION AND REVIEW SO DECIDES. 
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APPENDIX J 

E VALUATION OF OUTSTANDING CANDIDATES FOR THE CAREER CORPS 


Each year the Director of Personnel will have his Staff 
compile a list of CIA enployees who have worked for the Agency 
for at least two years# and who should bo considered as candl* 
dates for the Career Corps, His compilation would be made 
from appraisals submitted by supervisors, from applications 
submitted by employees who have not been recommended by super* 
visors# and from analysis of Skimmer charts. 

The Director of Personnel would review the list# strike 
oat candidates who could not possibly qualify# and then 
schedule all of the remaining candidates for testing to deter* 
mine which of them passed minimal teat standards. 


Ac TESTING 

A battery of objective tests would be given to dandidates. 
The battery would include tests and questionnaires on* 

lo Mental speed and learning ability, 

2, Logical reasoning, analysis of evidence# and open 
mlndedrtesso 

3, Verbal intelligence, 

ito Current and world affairs, including important his* 
torical and economic facts and principles, 

5, Vocational interests and work conditions inventories- 

6, Temperament and personality, 

lo Written interview questionnaire, 

8, Language aptitude and proficiency, 

9, Knowledge of intelligence activities. 


5 2 ® 
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This testing battery would be geared to the adult and 
mature level character! s tic of CIA employees® Test items 
would be written which would have face validity for in- 
tolligence personnels Allowances would be made on teat 
scored for age and degree of education, and the tests would 
bo constructed to measure experience* knowledge* and atti- 
tudes learned on the job as a result of CIA employment® 

In some cases the candidates would have taken a few 
o. the tests before® This would be true oi‘ employees who 
lmd been hired as professional trainees® Tests previously 
aciministered would not be repeated, but the can dida tes 
would be given the more advanced tests which are specifically 
applicable to CIA employees* such as the test dealing with 
knowledge of intelligence activities® 

The tests would be developed s administered, and scored 
by the Psychological Staff of the Office of Training® 

In order to receive serious consideration for career 
positions candidates would have to obtain passing scores 
on the battery of objective tests® The passing (l e a oa critical) 
scores would be determined by the Director of Personnel; 
assisted on technical aspects of the problem by the Psy- 
chological Staff of the Office of Training® 

The Director of Personnel will schedule those candid 
dries who received passing test scores for assessment® 


B c ASSESSMENT 

The assessment, like the testing battery, would be 
geared to CIA employees and standards,. Situation tests, 
interviews, and planning problems would differ from those 
outlined in Appendix C ; , which deals with assessment of 
applicant trainees® Assessment procedures outlined in 
Appendix C would, in pari, be adopted but they would be 
revised and adapted for Agency employees® Since so m uch 
more is known about a CIA employee than an applicant for 
a ClA jobt) ihe' Assessment Team could work It a "more" ad- ”" 
y&ncsd level anci could' do ITlaore refined job of assessment 
a nalysis: ~ ~ ’ — 


r, i 


efsesm 


ippontdlx J) 


Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 



Approved For Release 2003/02/27 §@CB89gDP93-00791R000100100001-9 


The Assessment Team would search for answers to such 
questions ass 

lo Is the employee best suited for active field oper* 
ations? For a Washington Headquarters assignment? 
For an administrative support role? Is he one 
of those few persons who can do all such jobs 
equally well? 

2 0 Is he a good organizer s executive,, and leader? 

3o Is he best in "lone wolf" operations $ either in 
the field as an operative B or in Washington as 
a research beaver? 

Does he have promise as an intelligence analyst 9 
. as an intelligence sythesizer a or as a report 
writer? 

Is he creative a imaginative p and such a constructive 
thinker that he could be used as a planner? 

In analyzing the employees capabilities the Assessment 
Team would interpret its findings in terms of all available 
evidence r, such ass 

la Results of the objective test battery „ 

2o Training evaluation reports, if available,, 

3o Appraisal and efficiency reports by supervisors <, 

4o Records of accomplishment in CIA 0 

The Assessment Report would then summarize the findings 
on the employee in terms of his interests , aptitudes,, moti- 
vations* social skills £ Job proficiencies* temperament^ 
attitudes* and personality,, The Assessment Report would be 
sent to the Director of Personnel with suggestions in respect 
to the employees possible use as a generalist or specialist, 0 


Co FINAL REVIEW 


The Director of Personnel wculd then schedule the meet 
outstanding candidates for final evaluation 0 Pos Bible 
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graaralists would be evaluated by tins Board of Saaznin&tion 
&ijd Review* and possible specialists would be evaluated by 
taa Board(s) of Review^ In sonse instances the Board of Ex® 
atd.na.tion and Review might reieet a candidate as a generalist 
tout recommend his evaluation as a specialist by one of the 
Boards of Review c. 

Since considerable time and thought would have been 
davoted to the analysis of individual capabilities* the 
results of such studies would prove fruitful even for 
tuose* employees who were not selected for career positions & 
because the Office of Personnel would have valuable in® 
formation which would permit placing the employee 
position best fitting his talents^ and he could be advised 
m how he should train and prepare himself for most rapid 
Offtraneem ante 


:r - •’ 
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Pages 5 6 to 68 : 

Again, this is what the Training Select ion Board should be 
concerned wLth 
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A FI’EHDll K 

ROTATION FLAM FOR. CAR EER TRAINING «• SPECIALISTS 

• i — i n i i n 'Mi l i m m— 1 1 wfwnB utf m i n m i < m a n in n n n mu n hum i~nr » r~ w n — n~~ m r - — ». vox* 


DEFINITION 


For the Career Training Program a spesialist ie a person 
so designated lay a Board of Review (Section V 9 B g 3# and defined 
in Section V# C fJ 1) 0 

At any point in hie career a specialist may have his design 
nation changed by the Board for deamination and Review to that 
of generalist (defined In V c C 0 t 0 and Appendix N) 0 


% AIM OF ROTATION OF SPECIALISTS 

nnv *i ifc„i > n i m te r m * • w. i h » j iwm 4Wua * g ai ^ r> w w ii«B M t t 'iBct r s vtt ^ 


A bas ic requirement for any special ist training progr am 
Is thall ' t’he sp^ xaTI5F~viIj. refen from tlraln Sag" to his mm' 


OTlae ior peroanenF‘«i)lOT-sttan€„ “SonsciqueniKc the aim' oF all 


m 

To that 


*nnt 


office 


m«gTTe ”to iapr ovs K Ls competenc e in , sndTieeltolness 

-inn-Vi-!- ■ -f|- id -Minrii 1 — ml«i mm i iii, jjt m> ,i it mm*** — -|u»ni—»i iiimu I I>r~ Iiiiiiri»nnn i—iii«i hhm lamBwA nani i tai mt^ . , ««. ; al v aB;S»a" 


C <a SCOPE OR ROTATION PLAN 

« lew awn a— WW i-wiff^sseai 

Depending upon the mission and needs of the individual 
©ffiseg, a specialist may be rotated through training leading to 
competence in any or all of four major fields s 


(1) Operations’.), 

(2V Acto&nistrative 

(3) Analytical « Research 

(U) Technical 


The long-range emphasis will, be placed on those .fields that 
are considered essential for the job the specialist la ultimately 
expected to hold., 

TTFICAI, ROTATIO N PLAN 

There follows a typical rotati on plan, in seven phases j, 
for specialists o Its purpose is primarily to indicate the scqps 
of training contemplated rather than to present a specifics 
pattern that a particular individual must follow, All phases 
of the training will be tailored,, with the Assistant Director"® 
approval Jt in each instance to fit the person "s needs and potential. 


5'S « 
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Phase 1 «=• 


CIA Intelligence Sch ool (Appendix L) 
Refresher course* to include? 


% year 


*• Extensive area study or fimctional study af 
his area® 

bo Preparation of an Intelligence Survey on 
National Intelligence level® 


Phase 2 « 


2 years 


Regularly Assisted Office 

aaw—naw!MiiiiiiiM.i..M.. "-‘“■•niiii-mn m» ima--. 

Return to assigned office and continue work there,. 


Phase 3 » 


I year 


Rotation Through a Related Office 

(Office of Current In telli gene eT as suaed « if Office of 
Operations s Office of Special Operations or Office of 
Policy Coordination* this may consist of a tour abroad 
of one to two years) 


a* Three months in the Soviet Division of the 
Support Group® 

b® Three months in the Eastern Division of the 
same Group® 

Co Three months in the Western Division of the 
earns Group® 

dr One month in Operations, 

®r One month in Situation Room «> study and 
participate in briefing problan» 0 

f® One month in liaison duties with those 

sections of the other intelligence agencies 
concerned with Office of Current Intelligence 
activities® 
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go This phase may be supplemented by fVom 3 to 
6 months in a Service Intelligence School*, 

f!2£S® JL *" 2 years 


Regularly Assigned Office 

Return to assigned office and continue work there c 
f Sj£5S_5 • 1 year 

25X1 


b*. Stud;, collecting and reporting problems o 

Co Suggested alternates for this phase Include 
& tour of approximately one year at either 
the Amy War College, Naval War College or 
Air War College o 

S£2£«J 10 2 years 

Regularly Assigned Office and a Related One 

Return to assigned office and continue work there 

one year 9 followed by one year in a related office,, 

JUSSLl " >-12 wont! a 

National Intelligent?# ® Oniveraitv Level 

*° Study threats to U c S„ national security 
stemming from the particular area in which 
he has specialized*, 

b„ Study means by which intelligence may best 
support U e S„ national planning and policy 
In foreign relations « 


58 °3 
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Work during this phase in company with policy 
and planning officers from key government 
agencies o 

do The specialist returns to his office for an 
assignment of importance and responsibility 
at the end of the cycle of training and 
rotation -> 


» rr 
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APPENDIX L 

trr-wtmr' %wrwr.-iutar*.-t9"a%rxt 

ADVANCED TRA EM I NO » CIA INTELLIGENCE SCHOOL 


the advanced. training Mill be in the nature of a 
refresher course for expert en®ed specialists-, Ths pru- 
gram Mill aim for twelve months durations In this course 
the student will? 

(1) Receive lectures from eminent and qualified 
visitors, 

(2) Engage In extensive area reading and study-, 

(j) Prepare an Intelligence Survey on a National 
Intelligence level,. 

Cl*) Engage in supplementary area studies at 
suitable universities., 

(5) If possible 9 spend some time abroad. 
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APPENDIX M 


LANGUAGE TRAINING FOR SPECIALISTS 


Language training will be made available for 
specialists as the need arises,. Much of this training 
can and should take place outside the Agency s in exists 
log institutions r, Some 9 however 9 will be provided by 
the Office of Training within the Agency 9 and the use 
of the CIA audio-visual laboratory equipment will enable 
language proficiency to be maintained and improved 
upon. 

Arrangements for such training are presently- 
being made -• 


« 61 
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APPENDIX N 

ROTATION FLAN FOR CAREER TRAINING » GENERALISTS 

•jssasBWMWaraw* w-« -* tH.TtCM**MSMmwM»rj3M; «*sw»mwi*.s!!w*.::s* ■ r«**s»**^T**c»B*a^5S* 


Ao DEFINITION 


For the Career Training program a generalist is an eaolcQwa 
who meets the standards defined in V 9 C s t 9 and VII* and is ®o 
designated by the Board for Examination and Review (V* 3 & J) 

8» AIM OF ROT A TIO N OF GE NERALISTS 

The aim of roation of generalists is to arm them with a 
broad* first-hand familiarity with the role of National Inter! - 
gene® in the Gcnremment structure© 

SCOPE OF ROTATION PIAN 

■W* tnWWW fflW — i l ■ < H^imr- wiii i iv^CTMatlwTtw suicr. .* 

The rotation plan for e generalist mast be of the widest 
scope, and not tied to the mission or needs of a particular 
Agency office© It should lead to the broadest practical 
competence in the first, three of the following fields and an 
appropriately restricted competence in the fourth? 

(!) Operational 

(2) Administrative 

(3) Analytical » Research 
(It) Technical. 

Do TIPICAL ROTATION PUN 

UfKi W»M g*w tr w. J4m wz£X&<\ 3K. ■& sMtii ■. !.'ft»i:*J3li>«..' 1 Kll»r.'CV 


There follows a typical rotation plan--, in nine phases* for 
generalists* It la assumed that the generalist has completed all. 
or part of a rotation plan for specialists and has then coaplefcad 
a year or two of duty in his regular office before selection tie & 
general! st o Its purpose is primarily to Indicate the scope of 
training rather than present a specific pattern that a particular 
person must follow. All phases of the training will be* tailored 
in each instance to fit the individual ’ s needs and potential.. 

Phase 1 *■ I v ».»r 

25X1 
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bo 

Phase 2 => 1 jetw 

Assignment in the Agency 

Return to an appropriate assignment in the 
Agency 


Phase 3 « 1 year 

Rotation t hrough the Of fice of N ationa l Estimates 
Tor the Office of Current Intelligence if regularly 
assigned to 0/NE) 

Phase It «=* 2 years 

Assignment in the Agency 

Return to an appropriate assignment in the Agency 
Phase 5 *■> 1 year 

Attendance at Nation al War College 
Phase 6 « 2 years 

Assignment in the Agency 

Return to an appropriate assignment in the Agency 

Phase 7 «> 1 yarn 5 

.Office of Executive Secreta ry^ National Security Council 

Participate in National Security Council Senior 
Staff meetings 

Phase 8 « 1 year 

Assignment in the Agency 

Return to an appropriate assignment in the Agency 
Phase 9 *» 9 montiis 

National Intelligence ■» University Level (Appen d ix R) 
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SECRET 


Studjy m & joint bmist 

Intelligence doctrine 

bo Intelligent* as th ecology 

Co New directions Intelligence must taka 

Hien return to the Agency* for a high-level assignment as 
a genar&listo 
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APPENDIX 0 


CAREER TRAINING - INTELLI GENCE ADVISORY COMMITTEE EMPLOYEES 

IWRnSDUlltM:s< **«U3Sau- 3* 


25X9 

25X9 

25X9 


A o Introduction 

The problems and con@Xuelons here presented now apply 
to career commissioned personnel of the three mllitaiy 
services who are assigned to the Agency as part of their 
normal active duty notations However, the assignment to 
the Agency of career personnel of State, or any other 
Department or Agency, would impose similar problems 
requiring equally careful resolution „ 


Bo Background 


As_qf 1 June 1951, the Agenisy had on board or ordered 

3oia ® I | active duty co mmi ss ions d military personnel 

against an allowance of | | The Agency needs many more 

of this category of personnel 9 and, it is understood, has 
recently received authorization for an additional 
allowance of 


0,. Problem 


The Agency bears a two-fold responsibility in job 
assignments of these personnel* 

(1) On the one hand they should be used where their 
general and specialized skills will be of maximum 
practicable benefit to the Agens y c 

(2) On the other hand their employment by the Agensy 
should further the career training of the indiv* 
iduaX officer and should be appropriate in res=- 
ponsibility and functions to the rank and 
experience of the officer,, 


If the Agency does not meet these responsibilities of 
placement and training, the impact on the Services la 
likely to result in their effort to fill a bare minimum 
of CIA billets, and further a tendency to withhold from 
assignment to CIA the superior officers the Agency needs.. 
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Informal spot ©heck indicates that in some instances 
the Agency has failed to meet these placement and 
training responsibilities. 

Do Comment 


The following 9 while representing merely tentative 
conclusions s points the direction of the study currently 
in process by the Office of Training? 

(1) A top-level Agency policy is essential to guide 
th® placement and training of assigned active- 
duty military personnel., A high-level monitor- 
ing is required to insure that this policy is 
implemented throughout the Agency, 

(2) Appropriate Agency slots should be designated 
to be filled by military only or optional 
<Hilltary-civilian 0 Active duty military per^ 
sonnel should be assigned only in these slots 
unless specific exception is authorised by the 
Director of Personnel, These slot3 should at 
all times total the same as the then current 
CIA approved ailote&ace of active-duty military 
personnel, 

(3) Each of these slots should bear a job description 
that clearly justifies the employment of an 
active duty military officer and will form the 
basis for qualifications requested when levy is 
mada on the military services for assignment 

of personnel, 

E c . R egcosmendat 1 o na 

This appendix is included here because of its relevance 
to the overall problem of career corps in CIA, It 
describes s) however 9 a distinct and separate problem that 
may be resolved apart, from the development of a Career 
Corps Program for civilian Agency employees <, Pertinent 
recommendations will therefore be submitted separately. 
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APPENDIX P 


IMPLEMENTATION OF UNIVERSITY AND INDUSTRIAL TRAINING 


A very important part of the Agents career training 
needs can be met only by universities and industrial 
firms o The university contacts established for the 
program of recruitment will be of great help in airranging 
programs in the universities-, It will be the policy of 
the Agency to establish internal training courses only 
when the specialized nature of the instruction,, lack 
of outside facilities, or security make it necessary* 

A 0 There will be little difficulty in arranging for well 
qualified persons to study under existing university 
programs , provided that application is made before 
the program is filled© The need for early application 
is particularly great in the scientific fields , where 
laboratory space rigidly limits the number of 
students who can be accepted <> 

B© In certain fields, particularly those of scientific 
intelligence and perhaps some area studies, tailored 
programs must be arranged with outstanding ins tit u 
tlons, or within the Agency, preferably the former „ 

The curriculum and emphasis must be arranged with our 
needs in mind, and the length of the course, which 
is an obstacle to the use of many existing programs, 
must not exceed one academic year© Special summer 
sessions will meet many of our needs 0 

So that full use may be made of the institution's 
facilities and personnel, and so that students will 
receive full benefit from contacts and discussion^ 
the courses will b® unclassified, and open to other 
than Agency personnel o (The latter may be a sources 
for recruitment o) Classified instruction will be 
carried out within the Agency© 
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Pages 69 to 71: 


We've been talking about these since 1951! 
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APPENDIX Q 

«J.- r.-JWMrsr 

CAREER BENEFITS AND SECURITY 

■ g w- wr-gwo* •»>• w • . ■» . i*-*!-*.*;* 


Ao This appendix sunmarlaas parser incentive benefits 
that the Cent rail Intelligence hgemy may offer its 
employees under general or specif i$ provisions of 
current legislation-. Requirements for implementing 
specif!© actions are indicated--, 

B. The Central Intelligence Agency may offer these 
benefl is s 


lo Action 

Apply to appropriate CIA personnel time and 
one-half service credit against retirement for 
®11 service under certain hardship or hazardous 
conditions 


Comment 

&» In effeet, this permits retirement at the 
age of 50 after 20 years of government 
service with the same retirement pay that 
would normally accrue after a full 30 years 
service o Also,., for ©&<eh year of service 
beyond 20 years $ the employee would recsive 
an increased annuityo 

b„ To implement this action would require that 
the Agency consummate an agreement with the 
Civil Service Commission authorizing' the 
application to Agency employees ? under 
broadly defined ci raimstances 8 legislation 
currently applicable to certain f>ersonnel 
of the Federal Bureau of Investigation and 
the Treasury Department,, 

IX,, Action 

Increase base salary for service involving 
unusual hazard or hardship-) 
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APPENDIX R 


GRADUATE TRAINING - CIA INTELLIGENCE SCHOOL 

■rr^r.»«'‘ »<'j»r^ ?vT»w ^ < nnM P-angW4^-y»ec<»iC > - g » j ■ ? «* -a*.*** Kut AWb- - i**is ainmm**.'. sswejas jaw 


This training is for the generalist aha may become 
an Assistant Director or a Deputy P or for an existing 
Assistant Director or Deputyo 

The purpose of the program will be that of studying* 
on a joint basis* intelligence doctrine,, methodology and 
new directions that intelligence work must t&ke.^ 

Specific intelligence problems may be studied 
exhaustively in the Graduate School by selected graduates 
of the National 4ar College , members of the State Departs 
wentjj other intelligence agencies, and the Central Intel- 
ligence Agency.-. 
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Cl t 3s 1 f t 


Of f i S? 

”:""Fesf S3" of "Rij 5Hf 

; J ( . JJJ [ _jv-_ 

/“sReas a 3 g nias at r^p g uIa ? 5 

^©f Oftieer .^Anmiai 

£/3pesia3L 

Wiles si me Iasi reports 

Has duty changed sins® last report /"7f< 

*© //ii® 

Courses «>r other experiences oomplet-eds 


Profieieroies i» liiaguagea* 

iHTTHT tv&tu «wwm nrrtqy «' W— 


Suceae tilt .g s act Iona 
filled by supervisor 1 

Is employe qualified 
for all, his present 
duties / /las /Tn® 


Name of supervisee 


Oib r*-i fltat'ii te suborn! 


(Check m . , 

f"7 Daf in Itely /V? refer nc$- /Tfee sntie-^/Be pleased ji/f 
nob want hi»« " to have n:l© " fled tn to have hie ' c 
(Uneatis* have n&» c 

ft+.f,rv ! fag toary) I 


PersonaT qualif list ions general. "diet only outstanding qua! ifioatiohi either abow 
beie-4 averaga)* 


Strongest single qualifications 


Mos t i tot i mable weak ness 


Consider: rig all officers ^T TUndter /Tlf PC# £7 If 1Q& £j if 3C$ / ffff oriy 
of comparable duty -/nose no clr^ wew? to were t© were to -SC#? ware 

professional abilities oumstan^ be pr©»- be pro- : m pr©~ - <- fie 

are know*, to you ces noted noted noted n»t t/moted 

rf IK} or r *K- t-i 


*'©uld ye?' promote hiras 


Comparison base-.? on gsoup of £ er .. 


( 


is a * *«• 


;;o 


Potential (what is the next step ahead f or this ftdiv idual md does hi fava fur4it 
potential beyond next step? If so outline--} s 


fyimmtil .ate 3y proeofcable /TPr^aatable upon •towplefien ©f action ta&tff 


ction; /*7 Leave on job 


/'"Tr® rainat* 

■SWSWK 


/ rPrmo .#• 


(Reoontwend a avion for improvement sueh an T;S, i .jup’. sl Change .4 attitude- UVunge :a; 
pay, E nooursgenentp et&r-) 


heck one) I consider this import to be /Satrrr* factory Dnsati • ifactory 


Signed 
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SECRET 


To* SUPERVISORS 

To eliminate laffik of objectivity and "halo effect" 
supervisors are instructed to appraise the Individual 
under the following pro^aduara? 

FIRST » Identify the individual in one of the 
following Job famili®88 OPERATIONAL? AMIJTICAL=®£SEAROH» 
ADMIN ISTRA TIVEg or TECHNICAL,, 

SECOND © Appraise the Individual against the speaifi® 
Job criteria of his basic family., 

THIRD © Appraise the individual against the ADDITIVE 
criteria necessary at higher levels of oospetanse and 
responsibility,. 

In identifying the individual in a job family f the 
individual 6 ® FUNCTION is the determinate far tor ? not hia 

Office or DavisioBf, 

Having identified the Individual in a SINGLE job 
family# the individual’ s abilities or "potentiality •» for 
greater breadth of service and higher responsibility are to 
be appraised against the ADDITIVE criteria* 
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L , job family is grounded in action* organising ii 9 planning 

it s , getting it done* As is played with and against 

people® these characteristics identify this types an ability 
to meat with, live with and gat- the most, out of people^ and t© 

©reate enthusiasms® prf.de £a mission and sense of mattering 
hm& and subject ar® important test as handmaidens ©£ action® 
knowledge that dictates feasibility or reveals vulner- 
ability* In the exceptionable individual there may be large 
analytical, and research: abilities 8 but the prototype is the 
extrovert and uian«of«acbien* 

• 

For each factor observed circle the appropriate point to indicate how the officer 
compares with all others ©S' comparable duty whose professional abilities am known 
to you personally* Do not limit this comparison only to others nm under your 
^fmanandr. Do not hesitate to mark "Not observed" on ary quality when appropriate n 


mu TV^iwtniwTiMwiMiriB^taaiiffflimiHtsa^waaiiBaaBwawgaMBawBBt -^ssrmmaasxr- KBracms 


20,, 


40% 




ta-svw- »vn»«.ai«u. MKU(>'iMM(WMini 

r 






i 

I 




























SK8® e-nt 



na 


■4?*asfe» s 


l fy l identify this employee as operational 

GETTING THE 
JOB DONE 

PUNNING AND 
ORGANIZING THE 
JOB 

ABILITY WITH 
PEOPLE AND 
TEANPUI 

KNOWLEDGE OF 
AREA OR SUBJECT 

TACT AND 
DISCRETION 

REPORTORIAL ABILITY 
VERBAL AND WRITTEN 

SENSE OF RELATIVE 
IMPORTANCE 

NON-GULLIBILITY 
EVASION AND CECEIT 

ADJUSTMENT TO 
TRYING HOURS AND 

MwMii^niHwiwae n n r r i i ni m v iin iii m iiiii i im iiii m iii n m. m *'S:&asst ael 


:''vt#3 Indicate rating by & coordinate point on i line* 
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He individual comas by these qualifications easily or lightly 
let in whole or in part# they are squired for higher echelon 
work in this Agency., As only the exceptional individual could 
hope to rate highly in this section^, appraisal will be carefully 
scrutinized for n hal© effect ” 0 

For each factor observed circle the appropriate point to indicate how the offices 8 
aemparas with all others of comparable duty whose professional abilities are known 
to you personally o Do not limit this comparison only to others now under your 
commando Do net hesitate to mark "not observed” on any quality when appropriate 


H 

I 

• 2-i% 

40% 

20% 

L 

0 

mm 

r 

Check here if apprais 
a latent ability or " 

&1 is .intended to relate to | 
potential" i 

a 

H 

l 

1 

m 

to 






mf 

INTELLIGENCE INSIGHT 
AND ACUMEN 







ABILITY TO CREATE 

THE HYPOTHESIS 






DISCIPLINED MIND AND 
ORDERLY THINKING 






ABILITY TO SUSPEND 
JUDGMENT 






COOPERATES r/ITH 
ASSOCIATES 

gs 

o 

CO 

h-t 

s 

— 






SENSE OF PERIPHERAL 
AND DIRECT TIE-INS 






MOVES FREELY AND 
EFFECTIVELY rfITH 
EQUALS AND SUPERIORS 

I 

! O 

IS 

j M 



— 







ABILITY TO SUPERVISE 

j 

j 

1 





ABILITY TO HANDLE 

AND INSPIRE 






TO DEVELOP SUBORDIN- 
ATES 






TO PUN AT POLICY 

AND HIGH LEVEL 

1 

S 

9 

- 






M3 

TENACITY 

l 

i 

| 

maBSSBESBB. #«s3sssi 





SENSE OF PERSONAL 

GOAL 






ADAPTABILITY 

r 






PHYSICAL ENERGY 

B_u 

SSE-Wfe)* 


saaSSSSaRil 


SELF DISCIPLINE 

9sr:m swss-a® tstssm jiiMnmKVEKiQflK 


Remarks s 
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SBCSUtt 


Pagaa 1 # 2$ and 1* of the preceding 
form (OPERATIONAL) would b® combined 
with each of the following three 
forms to make up a complete appraisal 
blank for these job families t 
AMLITICAL-RESEARGH,, ADMINISTRATIVE 
and TECHNICALo 


SEOHET 
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A 


HALIT IGA 


L 


RESEARCH 


This job family is grounded in study; reading p scanning and 
integration* Area and subject are of commanding importance 
vlth action a sesand remove Thai 5 * is required an absorbed 
interest in nsw factual minutia and new relations between 
facts; a "feel" for analysis (the examination of component, 
parts separately and in relation to the 'whole) and for 
research (the revision of accepted conclusions in the light 
of newly discovered facts) « In the exceptional individual 
there may be eperatiorj&l abilities,;, but the? prototype is the 
professional or specialist o 
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ADMINISTRAT 1 St ® 


i'tea job family is grounded in good '‘’housekeeping*’ 
knowledge and sane control of proceedunes coupled with m 
ability to keep an organization moving freely and smoothly, 
Knowledge of intelligence techniques is helpful but the 
requirement is for a generalized knowledge rather than for 
a {specialized understanding,- In the exceptional Individual 
there may be a flair for generation of the idea, but the 
prototype has a native resistance to (rather than thrill in) 
*hc« new idea coupled with a large facility in picking the 
tlm and in saying, no. 
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TECHNICAL 


thin job family is grounded in technical knowledge of i! 
specialty and the broad field of the specialty,. Area and 
language are handmaidens 0 The prototype is the technician;* 
the linguist 9 the engineer and the -scientist,-, 


8 MNNMMBHNMDg $■. wammM tmmz^ammwtsMmac mtmmtss^mi^ssstrsi 

£j l identify this employee -tec hnimi 

KNCWLEDB OF 
SPECIALTY 


KNOitfLEiXE OF 

THE BROAD FIELD 

• 

GETTING THE 
JOB DONS 

KNOWLEDGE OF 
AREA 

SENSE OF PERI - 
PHERAL OPERA? iONS 

ADJUSTMENT TO 
TRYING HOURS AND 
CONDITIONS 

ABILITY ^ITH 
PEOPLE AND 
TEAMPUY 


DISCRETION 

Remark a* 






i-i 

S*ri ' 
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ROUTING AND RECORD SHEET 


SUBJECT: (Optional) 


FROM: 


Director of Training 


; j er 


N A 


L 


TO: (Officer designation, room number, and 
building) 


1 . 


Exec. Off. / DDS&T 


3 . 


4 . 


5 . 


6 . 


10 . 


11 . 


12 . 


13 . 


14 . 


15 . 


DATE 


RECEIVED FORWARDED 
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OFFICERS 

INITIALS 


2 February 1965 


SIT 


COMMENTS (Number each comment to show from whom 
to whom. Draw a line across column after each comment.) 


Jack: I meant to give you this 
today. It's for "Saturday morning 
reading. I would be interested in 
your comments relative to our 
executive development theme. 


MBAIRD 


STAT 


FORM 

3-62 
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